Introduction
A competency-based approach is one of the important tools of human resource management aimed at achieving strategic organisational goals [3] , [25] , [13] , [6] , [24] , [27] , [12] . In compliance with a resource-based approach to achieve a competitive advantage, it is necessary for organisations to identify, evaluate and develop key employee's competencies in order to achieve a competitive advantage [6] , [20] , [22] . The application of competencies in the management process enables organisation's requirements and employee's opportunities to interlink in a way to permit their development in mutual harmony and ensure organisation's competitiveness in a market. The emphasis on knowledge, service, and information in the new economy creates space for more new organisations to emerge, and exerts pressures on existing organisations to hire employees with higher level skills in order to compete successfully [4] .
According to Mitchelmore and Rowley [18] , competency is a concept that has many faces and applications. Research and practice related to competencies are typically driven by aspirations to achieve a superior performance (on an individual or organisational level). The competency-based approach to human resource management is not a new approach [22] . According to its development, it is possible to divide competencies into three main development phases.
The fi rst phase consists of individual competencies, i.e. individual characteristics necessary to reach the required level of an employee's performance. The beginnings of this phase date back to 1959 when White [28] used, for the fi rst time, the term "competence". Later psychologists and management theoreticians started to address the issue whether (and to what extent) competencies may determine a suitable candidate for a job position. There are two conceptions of competencies which are based on differences between terms "competence" and "competency". In this article we use the term "competency" defi ned by Boyatzis [3] .
Managerial competencies are a specifi c type of individual competencies; e.g. specifi c knowledge, abilities, skills, traits, motives, attitudes and values necessary to improve management performance. These performancebased competencies are assessed through observed behaviours [7] . Additionally, the literature also identifi es other components of managerial competencies which also contribute signifi cantly to career success [3] , [25] , [26] , [30] , [13] , [29] , [2] , [24] , [12] .
The second phase is based on the possibility of managing competencies in an organisation by means of competency models. Competency models originated in the USA and exploit a number of methods that are commonly used in traditional analyses of work positions. They were developed as a response to dissatisfaction with candidate testing that was to determine a suitable employee for the given position [17] . According to Mansfi eld [14] , in recent years, organisations have begun to use competency models in new ways. These new competency models, of necessity, describe emerging and anticipated skill requirements, rather than skills that have been effective in the past. Because organisations are changing more rapidly, the "shelf life" of the competency model has diminished. Frequent reorganisations change job roles and make existing job descriptions and competency models obsolete.
Competencies and competency models are today commonly practiced in most of organisations [27] . There are a number of approaches to a competency-based model development [22] . It is therefore necessary for
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Ekonomika a management management to select, based on an analysis, such the approach to competency-based model development which respects specifi c environmental conditions and meets the requirements of the given organisation. This is confi rmed by Marrelli, Tondora and Hoge [15] who also point out that the application of the competency-based approach must be carefully planned and supported by a leadership of an organisation, and concerted efforts must be made to communicate with those involved or potentially affected. The development and application of managerial competency models in the proven approach for investing in human resources in order to achieve a more effective and productive workforce.
In the 1990s, core competencies of an organisation that form the third phase were identifi ed. The concept of core competencies underlines competency-based competition and competency-based management [21] . Core competencies are a sum of organisation key organisational competencies that may be exploited to gain a competitive advantage. According to Cardy and Selvarajan [6] , from a strategic management perspective, Hitt, Ireland, and Hoskisson [11] defi ne competencies as a combination of resources and capabilities. The combination of resources and capabilities in an organisation can be classifi ed as core competencies when they are valuable, rare, diffi cult to imitate, and diffi cult to substitute. As such, core competencies can be a source of strategic competitiveness.
The aim of the article is to evaluate, based on an analysis, the competency-based approach in organisations in the Czech Republic and also to identify areas and activities in which the competency-based approach is applied (concentrating on individual categories of employees) and test dependencies between selected qualitative characteristics that relate to the issues examined.
The article is organized as follows. The fi rst part of the article concentrates on a theoretical background of the topic. The second part of the article is dedicated to an evaluation of outcomes of a survey conducted. The article has been produced on a basis of an analysis of primary and secondary sources, in particular research studies focusing on the competencybased approach. Primary data is derived from a questionnaire survey conducted that was focused on an application of the competencybased approach in organisations in the Czech Republic.
Material and Methods
In the period from 10/2011 to 06/2012 a quantitative survey was conducted, by means of a questionnaire survey, focusing on an evaluation of the level of human resource management in organisations in the Czech Republic. Subsequent to the outcomes of the previous survey (a quantitative content analysis, semi-structured interviews), one part of the survey was targeted at the use of competencies in human resource management. 109 organisations from both the private and public sectors took part in the questionnaire survey. 48.6% of the organisations surveyed have less than 50 employees, 29.4% of these organisations have 50 to 249 employees and 22% of these organisations employ more than 250 people.
To enhance the quality of the questionnaire survey and to determine the real level of human resource management in organisations, it was required for the questionnaire to be completed by a specialist from the personnel department or an owner of the given organisation. Out of the respondents, 26.6% occupy the position of a senior manager in the personnel department of the given organisation, 85% have worked as personnel specialists for 3 or more years and 52.3% are university graduates. 43.1% of the responding organisations have a personnel department. The data have been processed by means of absolute and relative frequencies using the Microsoft Excel 2007 program and the IBM SPSS Statistics 20.
The following nine hypotheses were tested: 1. H 0 : The utilisation of the competency-based approach in an organisation does not depend on the size of the organisation. 
Results
Application of the CompetencyBased Approach in Organisations
The survey conducted has shown that only 35.8% of the organisations surveyed employ the competency-based approach. In absolute fi gures, this means 39 organisations of the selected sample. These organisations use the competencybased approach for employee development (100%), employee appraisal (69.2%), employee selection (64.1%), employee recruitment (61.5%), work team development (35.9%), career planning and management (33.3%) and for work position analysis (25.6%). The areas in which the competency-based approach is taken advantage of are shown in Figure 1 . Organisations using the competency-based approach (35.8%) concentrate in particular on the following activities: a) competency identifi cation b) competency-based model development c) competency level measuring and d) competency development. The proportional use of these 
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activities with respect to individual categories of employees is demonstrated in Figure 2 .
It is clear from Figure 2 that individual activities are not used by organisations in a balanced way. This is also valid for individual categories of employees. In the Management category, 74% of organisations carry out the identifi cation of managerial competencies, 38.5% of organisations develop managerial competency models, 42.6% of organisations measure the level of managerial competencies and 43.6% of organisations engage in managerial competency development. In the Specialists category, 69.2% of organisations carry out competency identifi cation, 41% of organisations develop competency-based models, 35.9% of organisations measure competency levels and 48.7% of organisations engage in competency development. In the Administration category (Technical and Administrative Staff), 43.6% of organisations carry out competency identifi cation, 20.5% of organisations develop competency-based models, 23.1% of organisations measure competency levels and 33.3% of organisations engage in managerial competencies development. In the Workers category, 15.4% of organisations carry out competency identifi cation, and other activities occur rarely in this category. Only 2.6% of organisations develop competencybased models, 5.1% of organisations measure competency levels and 2.6% of organisations engage in competency development. It follows from the above said that most of responding organisations that employ the competencybased approach focus primarily on competency identifi cation while other activities lag behind.
Based on the fi ndings from the questionnaire, it is possible to say that organisations concentrate on the application of the competency-based approach in individual areas and activities targeted primarily at managers and specialists, rather than on the application of a competencybased model as a whole, which would trigger the synergic effect that this approach facilitates.
Comparison of the Use of the Competency-Based Approach in Small, Mid-Sized and Large Organisations
The survey has revealed that 41% of organisations which use the competency-based approach have less than 50 employees, 25.6% of organisations have 50-249 employees and 33.3% have over 250 employees, i.e. competencies are primarily taken advantage of in small and large organisations. Using extracted data, dependency was tested by applying Pearson's Chi-Square Test. The IBM SPSS Statistics 20 program uses the so-called p-value as an output in dependency testing. P-value in hypothesis testing equals the minimum signifi cance level at which the null hypothesis can be rejected. The calculated p-value should be lower than the set signifi cance level of 0.05; it is possible to say that the null hypothesis, i.e. the hypothesis on the independence of qualitative characteristics, is rejected at the 5% level of signifi cance. As the p-value calculated by means of the X 2 test of 0.103 is higher than the selected level of signifi cance α = 0.05, null hypothesis cannot be rejected; see Table 1 . The result of the test has confi rmed that the application of the competency-based approach by organisations was not determined by the size of the organisation (the null hypothesis (H 0 ) no. 1).
From the point of view of the affi liation of organisations surveyed, 59% of organisations applying the competency-based approach belong to a larger group of organisations. This arrangement enables the parent organisation to develop competency-based models that individual organisations further apply at local, regional and national levels. In this case it is, however, necessary to respect the local specifi cs of the organisation in which the model is to be implemented. In the sample examined, cultural differences do not play any signifi cant role as only 21.1% of organisations applying the competency-based approach run their business on an international scale, i.e. their competencybased models should respect, among other things, the cultural differences of individual countries. The second hypothesis was tested with respect to these results. Based on the X 2 test, the null hypothesis has been rejected at the 5% level of signifi cance (p-value = 0.003) and an alternative hypothesis has been accepted. The result has also been confi rmed by Fisher's test for 2x2 contingency tables (p-value = 0.003). The use of the competency-based approach in an organisation is dependent on its affi liation with a larger group of organisations (the alternative hypothesis (H a ) no. 2). The strength of the relationship between the variables is, according to the value of Phi coeffi cient (0.283), Cramer's coeffi cient (0.283) and Contingency coeffi cient (0.283), direct (with respect to the positive value) and moderate; see Table 1 .
The third hypothesis tested whether the application of the competency-based approach in an organisation is dependent on the sector in which the organisation operates. The competency-based approach is applied by 39.7% of organisations from the tertiary sector, 34.4% of organisations from the secondary sector and 11.1% of organisations from the primary sector. Based on the X 2 test, the null hypothesis cannot be rejected (p-value = 0.283). As the survey has showed, the use of the competency-based approach does not depend on the sector in which organisations operate; see Table 1 . 
Number
System of Personnel Management in Organisations Employing the CompetencyBased Approach
The system of personnel management in organisations belongs among important factors that determine the application of the competency-based approach in organisations.
A personnel department as a specialised workplace creates, organises and supports the system of personnel management in an organisation. More and more dynamic changes in the outer and inner organisational environment create increased requirements for the quality of personnel management and thus the performance of personnel departments. Despite the fact that the need for the establishment of a personnel department is determined by a number of factors (the current situation in the organisation, the size of the organisation, its organisational structure, its purpose of business, the organisation's strategy, the personnel strategy, etc.), the survey has confi rmed that the use of the competency-based approach by organisations is dependent on the existence of a personnel department (H a no. 4). The survey has revealed that 68.6% of organisations that do not employ the competency-based approach do not have a personnel department, while 64.1% of those that employ the competency-based approach do. Simultaneously it has been validated that the need for the establishment of a personnel department grows with the size of the organisation (according to the number of employees). Only 17% of organisations surveyed with less than 50 employees have a personnel department. In the category of 50 to 249 employees, 50% of organisations have a personnel department and in among organisations with more than 250 employees 91.7% of organisations have a personnel department. Based on the X 2 test, the null hypothesis has been rejected at the 5% level of signifi cance (p-value = 0.001). The result is also confi rmed by Fisher's test (p-value = 0.001). The strength of the relationship between the variables is, according to the value of Phi coeffi cient (0.316), Cramer's coeffi cient (0.316) and Contingency coeffi cient (0.302), direct and moderate; see Table 2 .
A personnel strategy is one of an organisation's partial strategies linked to the overall strategy of the organisation. It refl ects the organisation's long-term goals regarding human resources and plans aimed at achieving these goals and therefore it should be elaborated in writing. Among the organisations surveyed that use the competency-based model, there are 65.8% of organisations with a personnel strategy formulated in written form, 26.3% of organisations have a personnel strategy, but not a written version, and only 7.9% of organisations have no personnel strategy at all. The survey has revealed that the use of the competency-based approach in organisations is dependent on the existence of a personnel strategy (H a no. 5). Based on the X 2 test, the null hypothesis has been rejected at the 5% level of signifi cance (p-value = 0.006). The strength of the relationship between the variables is, according to the value of Phi coeffi cient (0.310), Cramer's coeffi cient (0.310) and Contingency coeffi cient (0.296), direct and moderate; see Table 2 .
The position of personnel departments within organisations is changing. Organisations' owners have started to realise the importance of human resources for competitive advantage achieving. Apart from making personnel management an integral part of the organisational structure, it is essential to determine in detail requirements for work positions and job descriptions of not only employees of the personnel department, but also of the rest of the organisation. Job analysis is a very important activity in the system of personnel management. It is a point of departure for the execution of a number of other personnel activities. It provides information on the position and thus creates a picture of an employee who would be suitable for the job. Since competencies always relate to a certain job, they cannot be identifi ed without prior job analysis.
Job analysis is carried out by 55% of organisations surveyed and 84.6% of organisations employing the competencybased approach. With respect to the survey conducted, it is possible to state that the use of the competency-based approach by organisations depends on the execution of work position analysis (H a no. 6). Based on the X 2 test, the null hypothesis has been rejected at the 5% level of signifi cance (p-value = 0.000). The result is also confi rmed by Fisher's (p-value = 0.001). The strength of the relationship between the variables is, according to the value of Phi coeffi cient (0.444), Cramer's coeffi cient (0.444) and Contingency coeffi cient (0.406), direct and substantial; see Table 2 .
The application of the competencybased approach is also determined by the fact whether or not the person responsible for human resource management holds a position in the organisation's top management. If the head of the personnel department belongs to the organisation's strategic management team, s/he is more likely to push through the interests in the area of human resource management than in the opposite case. In 66.7% of organisations applying the competency-based approach the person responsible for human resource management holds a position in the organisation's top management. With respect to the survey conducted it is possible to state that the application of the competency-based approach by organisations depends on whether or not the person responsible for human resource management holds a position in the organisation's top management (H a no. 7). Based on the X 2 test, the null hypothesis has been rejected at the 5% level of signifi cance (p-value = 0.036). The result is also confi rmed by Fisher's test (p-value = 0.046). The strength of the relationship between the variables is, according to the value of Phi coeffi cient (0.201), Cramer's coeffi cient (0.201) and Contingency coeffi cient (0.197), direct and low; see Table 2 .
Use of the Competency-Based Approach in Knowledge-Based Organisations
Knowledge-based organisations are organisations applying a knowledge-based approach to the organisation. This approach perceives organisations as a means for the development, integration, preservation, sharing and application of knowledge. According to Calabrese [5] , the twenty-fi rst century has surfaced the need for more fl exible and responsive knowledge-based organisations capable of rapidly adjusting to the increasing rate of change and demands in both products and services. Wu, Ong and Hsu [31] state that knowledge-based organisations allocate resources to intangible assets in the rapidly changing and highly competitive business environment in order to gain competitive advantages. Given the presence and complexities of internal and external infl uences, the manager is often faced with the prospect of reacting to constant changes in the internal and external environment. In order to be effective in that regard the manager must possess these personal characteristics necessary to improve management performance [10] .
The survey conducted has revealed that 92.3% of organisations applying the competency-based approach record knowledge of their employees. Despite the fact that 82.1% of organisations use knowledge bases (created within the organisation); only 20.5% of them motivate their employees to share, transfer and preserve knowledge in the organisation. Based on the above-stated results, two last hypotheses were tested; see Table 3 . Both these hypotheses have been rejected and alternative hypotheses have been accepted. Based on the X 2 test, the null hypothesis (H 0 no. 8) has been rejected at the 5% level of signifi cance (p-value = 0.015). The strength of the relationship between the variables is, according to the value of Phi coeffi cient (0.278), Cramer's coeffi cient (0.278) and Contingency coeffi cient (0.268), direct and moderate. Based on the X 2 test, the null hypothesis (H 0 no. 9) has been rejected at the 5% level of signifi cance (p-value = 0.000 
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Discussion
The survey has found that organisations in the Czech Republic concentrate on the application of the competency-based approach in areas and activities targeted primarily at managers and specialists, rather than on the application of a competency-based model as a whole. The outcomes provided above also confi rm that the application of the competency-based approach in organisations in the Czech Republic depends on the following: 1. the fact whether an organisation is part of a larger group of organisations; 2. personnel management arrangements in an organisation (the existence of a personnel department, the personnel strategy processed in written form, work position analysis execution, the position of the person responsible for human resource management in top management); 3. the application of knowledge management.
According to the strength of the relationship between the variables, the most important group of factors is that relating to personnel management organisation. No dependency on the size of organisations and sector in which organisations operate has been proven.
The above-said means that if organisations employ the competency-based approach, they do not use individual activities (competency identifi cation, competency-based model development, competency level measuring, competency development) within their frame on an equal basis. This is also valid for individual categories of employees (organisations concentrate in particular on managers and specialists). The majority of surveyed organisations using the competency-based approach place major focus on competency identifi cation; other related activities lag behind. This means there is no synergic effect which would occur in the event of the implementation of the competency-based approach as a whole. According to Abraham et al. [1] confi rmed also by Martin and Pope [16] , who also point out that studies revealed that in most organisations infl exible competency models are utilized and many of them are not suffi ciently transparent and dynamic to be used effectively in today's varying organisations. In compliance with the resourcebased approach to competitive advantage development, it is the employees who become, due to their competencies, an important source for achieving a competitive advantage. The importance of competencies to organisations cannot be overstated; in fact, they can be the key to competitive advantage [6] . Competency management plays an important role in individual and organisational levels in the following areas: (1) strategic workforce planning, (2) recruitment, (3) selection, (4) performance appraisal, (5) training, (6) education and development, (7) talent management, (8) career management, (9) performance management, (10) succession planning, and (11) rewarding and recognition [25] , [13] , [1] , [15] , [9] , [24] , [19] , [27] , [22] . Vazirani [27] adds that competencies and competency models are a viable tool that can be utilized to prepare the current and future workforce and retain skilled incumbent employees. Furthermore, competencies and competency models are an assistive device for individuals to focus on their current competencies and refocus or enhance their competencies as necessary. With the knowledge and use of the information contained within a competency model and awareness of their individual competency strengths and weaknesses, individuals may manage their future job or career success, navigate their current chosen career pathway, or apply the information to examine new career opportunities [27] .
Conclusion
Based on the evaluation of the survey targeted at the use of the competency-based approach in organisations in the Czech Republic, it is possible to state that despite the fact that the application of the competency-based approach has a demonstrable impact on the fulfi lment of organisations' strategic goals; it is applied by only 35.8% of responding organisations. They include in particular small and large organisations. Important factors that determine the use of the competency-based approach in these organisations include: the affi liation with a larger group of organisations, the high level of personnel management organisation and the application of knowledge management which facilitates the application of the competencybased approach by organisations. With respect to the above said organisations are recommended to focus on the application of the competency-based approach as a whole, which will trigger the required synergic effect and contribute to the effi cient utilisation of competencies in management. In the fully integrated human resource management system employing the competency-based approach, competencies represent a key prerequisite for effi cient performance. This will subsequently bring benefi ts at both the organisational and individual levels.
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